The relationship between human resource practices and turnover intention by Nik Hasnah, Nik Mat
THE RELATIONSHIP BETWEEN HUMAN RESOURCE PRACTICES 
AND TURNOVER INTENSION 
BY 
NIK HASNAH BINTI NIK MAT 
Thesis Submitted to 
Othman Yeop Abdullah Graduate School Of Business, 
Universiti Utara Malaysia, 
In Fulfillment of the Requirement for the Master Dissertation 
:hman Yaop Abdullah 
vl*aduate School of Business 
I Universiti Utara Malaysia 
PERAKUAN KERJA KERTAS PENYELlDlKAN 
( G M l b b n  of Research Paper) 
Saya, mengaku bertandatangan, rmmperakukan bahawa 
(I, the undersigned, cerfiied that) 
NIK HASNAH BT. MIK MAT (81 201 3) 
Calon untuk ljazah Sarjana 
(Candidate for the degree 09 MASTER OF HUMAN RESOURCE MANAGEMENT 
Telah mengemukakan kertas projek yang bertajuk 
(has presented hishwpq'ect paper of the h M n g  W) 
THE RELATIONSHIP BETWEEN HUMAN RESOURCE PRACTICES AND TURNOVER 
INTENTION 
Seperti yang termtat di muka surat hjuk dm kuWt kertas pr@k 
(as it appws on fhe t#k page and front cover of fhe prrfect p q q )  
8 a W a  kertas projek tersebut Mh diterima dari sqi h t u k  serta kandungan dan rneiiputi bidang 
#mu dengan memuaskan. 
(fhat the project paper acceptable in the fonn and content aml h t  a saQ'shdory knowkedge of the 
is coveted by the wect paper). 
Nama Penyelia : MAW NORlZAN BT. HAJl AZlZAN 
(Name of Supervisor) 
Tandatangan 
(Signaturn) 
Taikh 
(Date) 
PERMISSION TO USE 
In presenting this dissertatiodproject paper in partial fulfillment of the requirements for 
a Post Graduate degree from the Universiti Utara Malaysia (UUM), I agree that the 
Library of this university may make it freely available for inspection. I further agree that 
permission for copying this dissertatiodproject paper in any manner, in whole or in part, 
for scholarly purposes may be granted by my supervisor(s) or in their absence, by the 
Dean of Othman Yeop Abdullah Graduate School of Business where I did my 
dissertatiodproject paper. It is understood that any copying or publication or use of this 
dissertationlproject paper parts of it for financial gain shall not be allowed without my 
written permission. It is also understood that due recognition shall be given to me and to 
the UUM in any scholarly use which may be made of any material in my 
dissertatiodproject paper. Request for permission to copy or to make other use of 
materials in this dissertatiodproject paper in whole or in part should be addressed to: 
Dean of Othman Yeop Abdullah Graduate School of Business 
Universiti Utara Malaysia 
0601 0 UUM Sintok 
Kedah Darul Aman 
ABSTRAK 
Persaingan yang tinggi di peringkat ekonomi dunia pada masa kini menjadi cabaran 
hebat kepada organisasi untuk mentadbir dan mengekalkan pekerja terutamanya cabaran 
dalam mengurangkan niat pusing ganti kerja di kalangan pekerja berprestasi tinggi. Niat 
pusing ganti kerja merupakan faktor utama ke arah pusing ganti kerja yang sebenar di 
mana ia boleh mengganggu prestasi sesebuah organisasi. Kajian yang dijalankan oleh 
penyelidik terdahulu telah membincangkan mengenai penambahbaikan amalan 
pengurusan sumber manusia dan niat pusing ganti kerja di sesebuah organisasi. Antara 
kaedah yang dikenalpasti adalah dengan perkembangan amalan pengurusan sumber 
manusia yang berkesan dan lancar. Objektif kajian ini adalah untuk menyelidik 
hubungan di antara amalan pengurusan sumber manusia dan niat pusing ganti kerja di 
International Islamic University Malaysia (IIUM). Kajian ini juga adalah untuk 
mengesahkan faktor kritikal dalam amalan pengurusan sumber manusia yang 
menyebabkan pusing ganti kerja di organisasi ini. Kajian ini menggunakan kaedah 
borang kaji selidik. Data daripada 280 borang kaji selidik yang telah diterima balik oleh 
penyelidik dianalisis menggunakan perisian 'Statistical Package for Social Science 
(SPSS) Versi 18. Responden telah dipilih dari jabatan yang mempunyai bilangan 
kakitangan pentadbiran yang ramai. Hasil kajian mengesahkan bahawa niat pusingganti 
kerja mempunyai hubungan yang signifikan dengan amalan pengurusan sumber manusia 
di IILTM. Hasil kajian ini juga menunjukkan ganjaran dan faedah merupakan faktor 
utama yang perlu dibuat penambahbaikan bagi mengurangkan niat pusing ganti ke rja di 
organisasi ini. 
Keywords: amalan pengurusan sumber manusia, niat pusing ganti kerja, ganjaran dan 
faedalz 
ABSTRACT 
In today's highly competitive global economy, developing and retaining employees is a 
major challenge for human resource management especially to reduce turnover among 
high performers employee. Turnover intention is a key factor that leads to actual 
turnover w l c h  will impact the organization performance. Previous research had 
discussed on improving of human resource practices and turnover intention in the 
organization. Among the methods to reduce turnover intention is by enhancing the 
human resource practices. This study investigated the relationship between human 
resource practices and turnover intension at local university i.e. International Islamic 
University Malaysia (IIUM). It is intended to verify the critical human resource practices 
that highly contributed to employee turnover intention and its organization. Data was 
analysed using 'Statistical Package for Social Science (SPSS) Version 18 and a total of 
280 questionnaires were returned and had been analysed. Respondents was selected 
using purposive sampling procedure i.e. department with highest administrative staff, in 
selecting the participants of the study in order to understand the relationship between 
human resource practices and turnover intention. Results from the analysis had 
confirmed that there were significant relationship between compensation and benefits 
and turnover intention in IIUM. The results also confirmed that compensation and 
benefits was the most important variable to be improved to reduce the turnover intention 
in the organization. 
Keywords: human resouvcepractices, turnover intention, compensation and benefits 
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CHAPTER 1 
INTRODUCTION 
This chapter presented a brief introduction on the variables in this 
study namely human resource (HR) practices and turnover intention. HR 
practices included in this study were work environment, training and 
development, career development and compensation and benefits. Problem 
statement, research objectives, research questions and significance of the study 
were explained in the following chapter. Scope and limitation of the study 
covered the International Islamic University Malaysia (IIUM) employees as 
respondents and the constraints affecting the study. Lastly, the organization of 
the study was highlighted. The focus of this study was to examine the 
relationship between turnover intention and HR practices in IIUM. This study 
was based on the perspective of the employees of the study area. 
1.1 Background of the Study 
IIUM was established by the Malaysian government of Malaysian in 
co-sponsorship with the Organization of the Islamic Conference (OIC) and 
many other Muslim countries including Egypt, Libya, Pakistan, Maldives, 
Bangladesh, Saudi Arabia, and Turkey in 1983. The University functions 
under the direction of a Board of Governors represented by Malaysia as the 
host country and members of the co-sponsor countries as mentioned above 
(Aidit, 2009). 
The contents of 
the thesis is for 
internal user 
only 
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